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ABSTRACT
The purpose of the research to study the relationship between work life balance 
initiatives and employee's behavioral outcomes with the moderate effect of emotional 
intelligence among employees in banking industry. The work life balance initiatives 
in this research indicated dependent care initiatives, flexible work arrangement and 
work leave programme and employee's behavioral outcomes with job satisfaction. 
This research using cross-sectional and quantitative research design with sample size 
90 respondents from selected bank in Sarawak. Questionnaire with five Likert scale 
are distributed to each employees to study the according topic. The data are gather 
and analysed using SPSS and Jamovi which the method using are Pearson correlation 
to study the relationship between work life balance initiatives and employee's 
behavioral outcomes with the moderate effect of emotional intelligence. The result 
come out also being sustain by past research and theory like spill over theory. A 
suitable work life balance initiatives will increase employee's behavioral outcomes. 
Emotional intelligence have a weak moderate effect on employee's behavioral 
outcomes while develop work life balance initiatives.




Kajian ini mengkaji tentang inisiatif keseimbangan kehidupan kerja dan hasil tingka 
laku perkerja dengan kesan sederhana kecerdesan emosi. Inisiatif keseimbangan kerja 
seperti penjagaan inisiatif, susunan kerja yang fleksibel dan program cuti kerja akan 
dikaji dan tingkah laku perkerja seperti kepuasan kerja. Kajian ini dilaksanakan di 
sekitar Kota semarahan and organizasi tertentu akan menerima soalan analisis. 
Berdasarkan kajian lepas, inisiatif keseimbangan kehidupan boleh dikaji untuk 
menganalisis kepuasan perkerja dan kesan sederhana dari kecerdesan emosi. Jika 
tahap inisiatif yang disediakan oleh organisasi tinggi maka tahap kepuasan perkerja 
akan tinggi dan sebaliknya. Dengan kecerdesan emosi yang tinggi atau rendah, 
perkerja tidak dipengaruhi dan tidap dapat meningkatkan kepuasan kerja dengan 
inisiatif keseimbangan kehidupan kerja. 
Kata Kunci: Inisiatif keseimbangan kehidupan kerja, kepuasan kerja, kercerdasan 
emosi
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Chapter 1 : INTRODUCTION
The rise of globalization, technology and information have bring conflict in working 
environment of banking sector due to increasing of workload push employee under 
pressure and stay in unhealthy work life balance. A well performance and valuable is an 
asset of organization to boost their profitability and be competitive in the market. 
Employee work life play a role in increasing their job satisfaction and concept of work 
life balance concept are now familiar implement by organization (Mansor & Idris, 2015). 
A well designed work life balance initiatives directly will enhance employee behavioral 
outcomes. Emotional intelligence also as a moderator in this study which it is a 
intelligence that important for individuals to deal with own emotion and others which are 
related to job satisfaction and work life balance initiatives (Badawy & Magdy, 2015).
1.1 BACKGROUND OF STUDIES
Increasing in globalization, communication, technology and information have 
bringing great impact in human being daily lifestyles. The homogeneous workforce now 
day causes employees imbalance in life and lead to their behavioral (Shylaja & Prasad, 
2017). The increasing of work load is result of work imbalance as individual scarified 
their leisure time with family and friends. Greenhaus (2003) stated that equality in 
investment of time which involved in work and family will enhance the quality of life 
and job satisfaction of employees. Individuals who spend their time in building their 
career path and invest in their skills, knowledge and ability would bring the limited 
amount in balancing their life and emotional commitment (Kaper et al., 2004).
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Malaysia banking industry is move forward into a more competitive circumstance by
offering a advanced variety of financial products and services to the society. 
Consequently, the employees cannot enjoy full flexibility due to the nature and risk factor 
concerned in the profession. In Malaysia, the banking system has experienced a massive 
change in terms of the structure, management techniques, and legislative environment 
after the 1997/98 Asian financial crisis (Mansor, Mohd Noor, & Nik Hassan, 2012). The 
internal and external factors such as deregulation, increase competitive among rivals, 
technology innovation that happened in the global macro-environment have called upon 
dynamic changes in the management of the banking industry. Based on an article in The 
Star - 2011 entitled "All work no play" quoted by the National Union Bank Employees 
(NUBE) Kuala Lumpur that bank employees work late as they do not have any choice, in 
which will trigger occupational stress and dissatisfaction among employees leading to 
intention to quit the job (Christina, 2012).
The Malaysia Insider (2003) come out with a report that there are more than 60% of 
Malaysian workforce with perception that they are incapable to spend time for their 
family and friends because of long working hours which could have resulting to job 
dissatisfaction, employee's intention and employees engagement. Employees spend most 
of the time at work place at least 8 hour per day according to Malaysia Employment Act, 
thus factors related to employee behavior and job satisfaction are considerable to research 
(Oshagbemi, 1999). Work-life balance initiative can leads to significant improvement in 
job satisfaction, employee intention, employee engagement, stress level, productivity, 
absenteeism and recruiting (Cascio, 1998). As quality of work life is very crucial for both 
employers and employee organizations should take it seriously (Zare et al., 2014). At
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present day, increasing number of people spending more time on work-related tasks 
become more common. Furthermore, with the availability of various technologies and 
innovations, individuals are working longer and pushing harder towards productivity. 
Unfortunately, they are more incline in spend less time to other fields of their lives, such 
as parenting or vacationing with household members. Current studies from diverse 
professions have shown the positive and negative results of work-life balance and 
imbalance. The work-life balance positive result is related to employee job satisfaction, 
commitment to the organization, retention and family functioning (Noor Amalina & Lee, 
2017). The negative imbalance results in work-life is correlated to employee stress, lower 
commitment with organization, job dissatisfaction, turnover, domestic violence and lower 
productivity (Ollier-Malaterre, 2010). In order to create a friendly and healthy working 
environment, organization are putting effort in create several work life balance initiatives 
to boost employee motivation, productivity and reduce turnover.
Work life balance initiatives which provided in organizations is care about 
employee's interplay between monetary activities and non-monetary activities related to 
work which have partake advantages between employees and employer (Mesimo- 
Ogunsanya, 2017). These initiatives will help employees to enhance and retain their 
healthy life styles that contributed in improving working performance (Grimm, 2017). 
Work life balance support can be divided into two category which is formal and informal 
(Valcour, 2007). The formal support such as dependent care initiatives, work leave 
programme and flexible work arrangement. The informal work life balance support 
includes work family support (Nuesch, 2017). These initiatives will enhance employee's
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motivation to upgrade themself and directly dedicated in organizational behavioral
outcomes (Kumar, 2017).
Employee's behavioral outcomes is an result of work life balance initiatives. An 
negative or withdraw behavior occur when employee dissatisfied with their job and high 
possibility in turn over. Employee's behavioral outcomes include job satisfaction, 
retention, absenteeism and employee's engagement. Therefore, an effective and well 
design work life balance initiative will give a hand in avoided deviant behavior occur in 
organizations (Osibanjo et al., 2015). Job satisfaction is a individual affective reactions 
beyond one job which resulting from the comparison of real outcome with those that are 
expected (Weiss, 2002). Job satisfaction is react of individuals behavioral outcomes 
toward the job and it also influenced greatly by human resource initiatives provided in the 
organization (Ling & Lim, 2012).
Research found out that emotional intelligence played an important role in reducing 
stress related to work and family (Carmeli, 2003; Spector et al., 2004; Suliman & Al- 
Shaikh, 2007). Emotional intelligence has been enstablish to be positively concerning to 
job satisfaction (Maria, 2010; Wang, Cai & Deng, 2010). Research come out that 
emotional intelligence plays a role in predict the employees work related outcomes such 
as job satisfaction and job performance (Sy et al., 2006). Emotional intelligence had the 
capability to guide one's though and emotions and it us the information to lead 
individual's though and actions (Solovey & Mayer, 1990). Based on the point of view, 
emotional intelligence can consider as a member of individuals capability tools for great 
work performance.
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Hence, it is a necessity to investigate the relationship between work life balance 
initiatives and employee's behavioral outcomes among front line employees in banking 
industry with the moderating effect of emotional intelligence. Emotional intelligence 
plays a significant role in the performance of employees and portray the knowledge, 
skills and ability to control emotions of own or others (George, n. d. ). The emotional 
intelligence dimension such self-awareness and social awareness help in evaluating 
employee behavioral with the support of work life balance initiatives (Goleman, Boyatiz 
& Mckee, n. d. ).
1.2 PROBLEM STATEMENT
The company performance on productivity and profitability not just depends on the 
market but employee's performance also contributed in define organizations future 
business plan. Employee's performance also turn depends on variety of factor which can 
be related to work or family or both sides (Mukururi & Ngari, 2014). Work life balance 
enhance the efficiency of employee's life and it leads in increasing of employee's 
productivity, performance and job satisfaction.
There are a homogeneous change in globalization, technology, information, world 
economic, world business competitiveness and work programme which bring a new look 
of employee in defined how a good company is. Due to these changes and update work 
programme to match the steps of globalization, trends in quality of work life and job 
satisfaction have become the predictor in defining the quality of certain organizations. 
These trends will become the growing evidence in influenced job satisfaction which 
directly be harmful in employee's physical and mental health.
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The nature of variety of work are keep changing due to new working practices or 
policy and speedy technology advances (Mukururi & Ngari, 2014). When a job is 
reconcilable with an employee which include task, duties and assignment will boost their 
interest to posses the abilities and reward provided which they finds acceptable. To much 
enhance on work frequently which the results of individuals loneliness and failure. Job 
satisfaction will directly improve work life balance which lead to increasing the 
employees productivity, performance, loyalty, creativity and emotions.
In Malaysia, the banking sector facing drastically changes in many sides include 
working policy and competitive environment. In order to stay strong in this competitive 
sector, many banks move to attracting new customers and retaining the exits one to 
conclude the large market share. Banking sector in Malaysia are more to customers focus 
which will boost the organizations profit. In order to maintain the situation, they have to 
increased the working hour, produce more product, open more branches and develop the 
latest technology to catch up the step of market demand. The employees will facing 
workload, anxiety, lost of control on emotion, pressure and insufficient personal time due 
to long working hour and under negative work environment (Mukururi & Ngari, 2014). 
Admittedly, this will leads to employee working longer hours, having a even more 
intricate workload and working under a negative work environment with more pressure 
which come out with a culture of poor work life balance and contribute to employees 
dissatisfied with their job.
Employee with higher emotional intelligence will be more capable in handling well 
in work life balance (Shyalaja & Prasad, 2017). Employees with high emotional 
intelligence will be more capable in understanding and control self emotions when facing
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difficulties and cope with the consequences when stress arise out but employees with low 
emotional intelligence are facing difficulties in overcome the situation. Employees in 
banking sector are always needed to communicate with customer and if employees in low 
emotional intelligence will face hardship to deal with and may be a challenges to them. 
Banking sector are undergo with employee different emotional intelligence level that lead 
to their job satisfaction by promoting work life balance initiatives to them which will 
benefit both sides.
1.3 RESEARCH OBJECTIVE 
1.3.1 General Objective 
To study relationship between work life balance initiatives and employee's 
behavioral outcomes with the moderator of emotional intelligence in the relationship.
1.3.2 Specific Objective
1. To identify the relationship between work life balance initiatives and employee's
behavioral.
2. To investigate the moderating effect of emotional intelligence between work life
balance initiatives and employee's behavioral outcomes. 
1.4 RESEARCH HYPOTHESIS 
Hot: There is no significant relationship between dependent care initiatives and 
employee's behavioral outcomes. 
Hoe: There is no significant relationship between flexible work arrangement and
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employee's behavioral outcomes.
Ho3: There is no significant relationship between Work Leave Programme and 
employee's behavioral outcomes. 
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The independent variable for this study are work life balance initiatives and 
dependent variables are employee's behavioral outcomes with moderator of emotional 
intelligence. The work ! ife balance initiatives such as dependent care initiatives, flexible 
work arrangement and work leave programme which can leads to employee's behavioral 
outcomes in job satisfaction (McCarthy, Darcy & Grady, 2010). Emotional intelligence 
help employees understand their own and other emotions better in the work place (Chiva 
& Vidal, 2008).
1.6 SIGNIFICANCE OF STUDY
This research would help and contribute to the organization, employees and society 
to learn about the impact of work life balance initiatives to employee's behavioral 
outcomes. This study may help the organization or employer to figure out the best work 
life balance initiatives in order to produce great performance employees and reduce the 
turn over rate that can help in organization business plan. The organization would figure 
out the type of work life balance initiatives which occupied the highest percentage among 
the employees and take a step to improve others work life initiatives that lead to 
employee's job satisfaction.
Human Resource and Development play a significant role in manage employees 
mental, performance, motivation and health. This research may help in encourage them to 
come out a more flexible working hour and program that can lead to balance employee's 
work and life. The result also may be a evidence to encourage them to try a whole new 
working programme and initiatives instead of traditional working plan and initiatives.
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This study also focus on asses the rate of use of work life balance initiatives influenced
employee's behavioral outcomes in banking sector.
Moreover, this would encourage the employer to develop more work life initiatives 
that lead to employee's positives behavioral outcomes. This study may be a map to 
employer to develop a whole new working programme and initiatives that benefit both 
side of employees and employers. Employer also play a characteristic in balancing 
employees work and life and this lead to their organization behavioral outcomes such as 
job satisfaction. An talented and great perform employees with high job satisfaction will 
benefits the employer in profitability, reduce turn over rate, organization's reputation and 
productivity.
Last but not least, this research also come out with emotional intelligence as a 
moderator between employees behavioral outcomes and work life balance initiatives. 
Emotional intelligence have the ability to control and understanding own emotional and 
other emotional, they manage to control their emotions during work environment and 
work environment. This research will show the result of emotional intelligence playing 
role as a moderator and enhance the work life balance initiatives and employee's 
behavioral outcomes.
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1.7 DEFINITIONS OF TERMS
Work life balance initiatives
Conceptual Definition: Provision of initiatives that an organization can implement to 
enable employees strike a balance between employment and personal commitment that is 
equitable and beneficial to both organization and employees (Bloom& Van, 2006).
Operational Definitions: In order to built a more supportive culture in the organization 
and healthy working environment, additional and productive programs which meet the 
life incident such as flexible work arrangement, work leave programme and dependent 
care initiatives that supply employees as much control over their lives.
Organizational behavioral outcomes
Conceptual Definition: An individuals behavior result of doing a job and it can be 
positive and negative such as job satisfaction, turn-over intention, work life conflict and 
employee's engagement (Demilade, Obianuju et al., 2018).
Operational Definitions: A behavior outcomes which represent individuals attitudes
toward a job.
Job satisfaction
Conceptual Definition: An outcomes that come out due the results of having a job and 
as a conceptualized as a personal evaluation of condition that exits on the job 
(Cekmecelioglu, Gunsel, & Ulutas, 2012).
Operational Definitions: A output on employee's perception on how well their job
provides those things which are view as significant.
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Dependent care initiatives
Conceptual Definition: A initiatives that support employee's children and elder by 
providing policy such as on-site child care, off-site child care and elder care (Demilade. 
Obianuju et al., 2018).
Operational Definitions: A policy that help employees in managing their children, 
spouse, parent, siblings and relative by giving care programme during working time such 
as offering assistants and child and elder care fees.
Flexible work arrangement
Conceptual Definition: A type of time policy, flextime which is an arrangement that 
allow employees or individuals to have own control of their time during the starting and
end of the day that correspond to predetermined itinerary (Demilade, Obianuju et at.,
2018).
Operational Definitions: A flexible work arrangement that provided to enhance 
employee productivity by having own control on scheduling time table.
Work leave programme
Conceptual Definition: A leave policy that include in calender year such as parental 
leave, holiday, vacations, sick leave, maternity leave and personal leave that benefits 
employees in managing life event and parental and child responsibilities (Odulayo et al., 
2015).
Operational Definitions: Leave programme that implement by organization in calender 
year that support employees in organize life event effectively.
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Emotional intelligence
Conceptual Definition: Emotional Intelligence (EI) models started with realizing 
feelings and emotions of one's self and others, and understanding the content of these 
feelings and emotions to be able to take actions accordingly (Armstrong, 2006).
Operational Definitions: Ability of individuals to identify and manage our own
emotions.
13
Chapter 2: LITERATURE REVIEW
2.1 Discussion of theory or model related
This part provided theories to explain the relationship between work life balance 
initiatives and employee's behavioral outcomes in the banking sector of Malaysia. The 
theories describe as a wide configuration for work life balance initiatives and employee's 
behavioral outcomes.
The spillover theory was choosing to describe the work life balance initiatives and 
employee's behavioral outcomes. The spill over theory was familiar describe the 
relationship between work and family. Suggestion come out that employees consist of 
their emotions, thought, feelings, employee's approach, skills and behavior that will build 
at work place into their family life and family life to work place_(Belsky et al., 1985). 
Moreover, spillover theory cover the multidimensional perspective of the relationship 
between work and family. The spillover theory can be explain into two type which is 
positive or negative. In the positive perspective spill over theory, it can been see that 
individuals satisfaction and accomplishment in one region may bring along satisfaction 
and accomplishment in another region. For example, employees in banking sector are 
very happy and satisfied with the work life balance initiatives implement by 
organizations will also leads to positive behavioral outcome which he or she feel very 
satisfied with current job. In the negative perspective spill over theory it can be describe 
that individuals perceive or undergo difficulties and pressure in one region it might 
causes influences the same emotion into other region. For example, employees in banking 
sector are not feeling happy and always stay in the unhealthy working environment due to
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